that gender expectations in public and private settings continue to provide a legitimate and valuable basis for analysis in many societies. As Philips says, "It simply was and still is true that men dominate public talk, and not just in village level politics, and not just in non-western societies. Even if this talk has been influenced backstage by women, whatever is accomplished, in activities conceptualised as public ideologically, men are talking and women aren 't" (2003: 258) .
Earlier research undertaken in a range of New Zealand contexts suggests that, holding status constant, males tended to dominate interactions in public settings, including public meetings, classrooms, seminars, conferences, television interviews, and formal management meetings (e.g. Franken, 1983; Holmes, 1992 Holmes, , 1995 . 4 In these contexts, men typically talked more than women, asked more questions, interrupted more often, and when they got the floor men were more likely than women to challenge and disagree with the speaker. By contrast, women in a variety of contexts were more likely than men to provide supportive and encouraging feedback, to agree rather than disagree, to look for connections, and add to and build on the contributions of others. These stereotypically female interactional patterns were especially prevalent in less formal interactions and in more private settings, such as the home, and when talking to other women (Meyerhoff, 1986; Holmes, 1992 Holmes, , 1995 , while the stereotypically male patterns tended to emerge most obviously in public settings.
Likewise, workplace leadership is stereotypically male-dominated (e.g. Hearn and Parkin, 1988; Maher, 1997; Sinclair, 1998) . Crucial aspects of leadership performance are often associated with masculine ways of doing things and hence it has been argued that "the language of leadership often equates with the language of masculinity" (Hearn and Parkin, 1988: 21) . In this context, women leaders may be perceived as deviant aberrations from the male norm and therefore face a double bind in terms of professionalism and femininity (Kendall and Tannen, 1997: 92) . If a female leader "talks like a manager she is transgressing the boundaries of femininity: if she talks like a woman she no longer represents herself as a manager" (Jones, 2000: 196) . For women, "doing leadership" requires a fine balance. 5 Not surprisingly, early definitions of leadership concentrate on normatively masculine strategies such as directness, authoritativeness and dominance, behaviours largely relating to transactional goals and the accomplishment of tasks (e.g. Hearn and Parkin, 1988; Sinclair, 1998) . Current research, however, tends to highlight, as components of a complete leadership "package", more relational or people-oriented
